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Legal Caveat IMPORTANT: Please read the following. 

EAB Global, Inc. (“EAB”) has made efforts to verify the accuracy of the information it 
provides to partners. This report relies on data obtained from many sources, however, 
and EAB cannot guarantee the accuracy of the information provided or any analysis 
based thereon. In addition, neither EAB nor any of its affiliates (each, an “EAB 
Organization”) is in the business of giving legal, accounting, or other professional 
advice, and its reports should not be construed as professional advice. In particular, 

partners should not rely on any legal commentary in this report as a basis for action, 
or assume that any tactics described herein would be permitted by applicable law or 
appropriate for a given partner’s situation. Partners are advised to consult with 
appropriate professionals concerning legal, tax, or accounting issues, before 
implementing any of these tactics. No EAB Organization or any of its respective 
officers, directors, employees, or agents shall be liable for any claims, liabilities, or 
expenses relating to (a) any errors or omissions in this report, whether caused by any 
EAB Organization, or any of their respective employees or agents, or sources or other 
third parties, (b) any recommendation by any EAB Organization, or (c) failure of 
partner and its employees and agents to abide by the terms set forth herein. 

EAB is a registered trademark of EAB Global, Inc. in the United States and other 
countries. Partners are not permitted to use these trademarks, or any other 
trademark, product name, service name, trade name, and logo of any EAB 
Organization without prior written consent of EAB. Other trademarks, product names, 
service names, trade names, and logos used within these pages are the property of 
their respective holders. Use of other company trademarks, product names, service 
names, trade names, and logos or images of the same does not necessarily constitute 
(a) an endorsement by such company of an EAB Organization and its products and 
services, or (b) an endorsement of the company or its products or services by an EAB 
Organization. No EAB Organization is affiliated with any such company. 

EAB has prepared this report for the exclusive use of its partners. Each partner acknowledges and agrees that 
this report and the information contained herein (collectively, the “Report”) are confidential and proprietary 
to EAB. By accepting delivery of this Report, each partner agrees to abide by the terms as stated herein, 
including the following: 

1. All right, title, and interest in and to this Report is owned by an EAB Organization. Except as stated herein, 
no right, license, permission, or interest of any kind in this Report is intended to be given, transferred to, 
or acquired by a partner. Each partner is authorized to use this Report only to the extent expressly 
authorized herein. 

2. Each partner shall not sell, license, republish, distribute, or post online or otherwise this Report, in part or 
in whole. Each partner shall not disseminate or permit the use of, and shall take reasonable precautions to 
prevent such dissemination or use of, this Report by (a) any of its employees and agents (except as stated 
below), or (b) any third party. 

3. Each partner may make this Report available solely to those of its employees and agents who (a) are 
registered for the workshop or program of which this Report is a part, (b) require access to this Report in 
order to learn from the information described herein, and (c) agree not to disclose this Report to other 
employees or agents or any third party. Each partner shall use, and shall ensure that its employees and 
agents use, this Report for its internal use only. Each partner may make a limited number of copies, solely 
as adequate for use by its employees and agents in accordance with the terms herein. 

4. Each partner shall not remove from this Report any confidential markings, copyright notices, and/or other 
similar indicia herein. 

5. Each partner is responsible for any breach of its obligations as stated herein by any of its employees or agents. 

If a partner is unwilling to abide by any of the foregoing obligations, then such partner shall promptly return 
this Report and all copies thereof to EAB. 

https://www.eab.com/
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Introduction 

The business world is increasingly global. Consider this: 90 percent of Seramount’s 

Chief Diversity Officers Collaborative (CDOC) and Diversity Best Practices (DBP) 

partners have global operations, and those that don’t have global operations rely 

extensively on the global supply chain.  

Understanding local, country-specific cultural norms is vital to developing a talented 

and innovative workforce, maximizing engagement, and successfully navigating 

suppliers, customers, and clients. Yet Seramount’s research finds that many DEI 

efforts, especially those that started in the United States, do not consistently or 

successfully reach local talent and markets. Our research examines the best ways to 

build global corporate DEI structures that maximize local cultural competence. This 

research is applicable to companies new to global corporate DEI efforts, to those 

struggling to succeed across different countries, and to those that have been in the 

space for some time but still see areas to continue to improve. 

Seramount is uniquely poised to lead this research. Seramount’s Global Inclusion 

Index is the only corporate DEI survey that benchmarks organizations by country, 

and it attracts a growing number of participants each year. Now in its fifth year, the 

index started with 15 countries and has expanded to study DEI efforts in 26 countries 

in Europe, Asia, Central and South America, Australia, the Middle East, and Canada. 

The Index looks at demographics collected in each country, results by job levels for 

gender and age, best practices around recruitment, retention and advancement, 

employee resource groups (ERGs), local and corporate commitment and 

communications, and supplier diversity.  

Seramount’s global efforts aren’t limited to the Global Inclusion Index. More than 10 

percent of requests submitted for our custom research and advisory services are 

global in nature, and we hosted our first Global EmERGe in London in spring 2024.  

 

  

https://www.eab.com/
https://seramount.com/solutions/cdo-collaborative/
https://seramount.com/solutions/cdo-collaborative/
https://seramount.com/solutions/diversity-best-practices/
https://seramount.com/solutions/diversity-best-practices/
https://seramount.com/best-companies/2023-global-inclusion-index-organizations/
https://seramount.com/best-companies/2023-global-inclusion-index-organizations/
https://seramount.com/best-companies/2023-global-inclusion-index-organizations/
https://seramount.com/events-conferences/conferences/
https://seramount.com/events-conferences/conferences/
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The Importance of Understanding Local Context 

Seramount’s Global Inclusion Index and our extensive qualitative research, including 

interviews with member global chief diversity officers (CDOs), reveals that many 

companies with extensive global operations are still unsure what to do when 

corporate and local values collide. For example, two Seramount partner organizations 

faced significant backlash from employees and customers in specific countries after 

posting LGBTQIA+ Pride flags and content on their global websites, giving them a 

difficult lesson in how values of corporate inclusion can clash with local cultures and 

laws. Understanding cultural nuances is critical to succeeding in different countries. 

Even within the same region, practices and beliefs may vary widely, so a country-

specific approach to DEI is vital. 

Like marriage equality and other laws, the laws that govern the collection of 

racial/ethnic data vary widely by country and therefore impact the abilities of 

companies to collect employee self-ID data around race/ethnicity and other key 

demographics. In this context, data from Seramount’s 2023 Global Inclusion Index 

demonstrates how self-ID campaigns vary by country across demographic categories. 

Percentage of Participating Companies in Selected Countries That 

Collect Self-ID Data 

 

Source: Seramount Global Inclusion Index 
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https://www.eab.com/
https://www.oecd-ilibrary.org/economics/diversity-statistics-in-the-oecd_89bae654-en
https://www.oecd-ilibrary.org/economics/diversity-statistics-in-the-oecd_89bae654-en
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Get Your Scaffolding in Place 

Seramount’s research identifies four key roadblocks that companies face to either 

getting started or expanding their global DEI operations:  

• DEI is framed as a US issue. If employees and other stakeholders outside the 

United States view your DEI efforts as US-centric, they will not support your 

work.  

• Limited budgets for DEI work 

• Silos and diffuse responsibilities for staff, including having staff members who 

have other responsibilities and little time for DEI work and organizational 

structures that don’t foster communication across teams 

• DEI efforts must be both global and local, marrying corporate values and 

goals with local cultures and expectations. 

Whether you’re just getting started with your global DEI efforts or you’re further 

along on your journey, we have identified three essential elements that enable global 

DEI programs to have the greatest impact: 

 

 

 

For each element, we offer suggestions both for organizations that are evolving and 

early in their global DEI journeys and for those that are more advanced in their global 

DEI strategy.  

  

Dedicated Local Resources leverage local talent to execute global DEI 

strategy. 

Executive Global DEI Councils guide regional and local leaders to ensure 

that their work is connected to global organizational objectives. 

Culturally Appropriate Local ERGs reflect country demographics and 

address the needs of historically excluded populations. 

https://www.eab.com/
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Dedicated Local Resources 

Having local staff on the ground who can share ownership of DEI goals across 

geographies is crucial. These local staff should not only speak the language and 

understand the culture but also be grounded in the organization’s corporate DEI 

values, metrics, and goals. 

Evolving Organizations should start hiring local staff in key countries or even find 

volunteers who can wear “dual hats” with another full-time role within the company. 

Leaders in headquarters should share their corporate values of inclusion with local 

leaders, create formal channels for local voices to be heard, and establish policies and 

processes to deal with any conflicts of local and corporate values that arise. They 

should also establish formal DEI lines of communication between local and global 

leaders, where global leaders can communicate corporate values and goals and local 

leaders can share their unique insights and concerns. 

Advanced Organizations will have local DEI staff in dedicated positions, including DEI 

country or regional leads, ERG coordinators, and global DEI council liaisons. These 

local leaders cascade corporate strategies and values downward. They share the 

global DEI team’s goals, working with the global team to adapt them to suit their 

cultures and enabling in-country staff to make effective changes. When disparities 

between global and local values occur, leaders at both levels work together to find 

solutions before there is a crisis, such as a boycott. Global and local leaders should 

have regular meetings and may even want to consider using dashboards to 

communicate progress. 

  

https://www.eab.com/
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Executive Global DEI Councils 

Global DEI councils are groups of senior executives who set policy and goals and 

calibrate them across countries, keeping organizational goals appropriate to local 

context. These may include goals around representation, inclusion, supplier diversity, 

and ERG activity. They guide regional and local leaders to see how their work fits in 

with the larger global corporate strategy.  

Evolving Organizations may have an informal council of executives who primarily 

work out of the corporate headquarters. They should communicate directly with local 

leaders, disseminating broad corporate DEI strategy and fostering accountability for 

results.  

Advanced Organizations should have formal councils with strong oversight over 

local/regional DEI and built-in accountability for executing global strategy. Local 

leaders report into regional councils, while regional leaders report into and/or sit on 

the global council. Councils meet regularly to discuss global alignment and proactively 

address local challenges. They communicate specific strategic goals and measure 

results by country and/or region and use data to define their diversity stories. They 

should have formal mechanisms in place to hold local leaders accountable for 

executing strategy, while allowing for local nuance.  

  

https://www.eab.com/
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Culturally Appropriate Local ERGs 

ERGs help connect local populations to regional and global colleagues. They can 

promote employee advancement and provide safe spaces, especially for LGBTQIA+ 

employees. Data from Seramount’s Global Inclusion Index shows that groups for 

women, LGBTQIA+ (where allowed), and sustainability are the most common types of 

ERGs globally. 

Evolving Organizations may have local ERGs that function primarily as affinity groups 

and may not necessarily be connected to broader networks. These ERGs have regular 

meetings for the local membership, but they may not communicate at all with ERGs 

in other countries. These ERGs are exclusively volunteer-led, with small budgets, and 

focus more on local concerns. 

Advanced Organizations have local ERGs that are connected to their broader regional 

or global ERG networks. They hold their local ERGs to global governance standards 

and allocate funding to them. Their ERGs drive business goals, such as recruitment, 

promotion, and marketplace awareness, and are directly connected with the DEI 

function. Advanced organizations may have a dedicated global ERG lead and other 

designated local, regional, and/or global leaders overseeing the ERGs and ensuring 

that they are tied to business goals. The global ERG lead should facilitate open 

communication between ERG leaders across geographies and collate and share 

updates from local ERGs. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Next Steps 

• Join Seramount’s CDO Collaborative to gain access to the full research, 
including case studies from leading global organizations, toolkits, and partner 
intensives. 

• Participate in Seramount’s Global Inclusion Index for country-specific 
benchmarking. Survey for 2025 will open in January. Click here to preregister. 

• Register for our Global EmERGe conference, which empowers ERGs to 
navigate the global landscape and global policies surrounding DEI. 

https://www.eab.com/
https://seramount.com/solutions/cdo-collaborative/
http://www.surveysupport@seramount.com
https://seramount.com/events-conferences/

